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Death is the only certainty of life, but we know little about how it affects 
employees’ work attitudes and behaviors, though the work domain is a key part 
of our lives; this is even more so as mortality salience is experienced by 
everyone. To understand how death plays a role in organizational behavior, I 
utilize terror management theory and argue that mortality salience affects how 
employees think and act towards work. This dissertation examines how 
mortality salience influences several key organizational attitudes via triggering 
psychological needs, and its potential moderators using one online experiment. 
I then discuss the implications of my findings for theory, practice, and future 






“In the long run we are all dead.” 
--- John Maynard Keynes 
 
The September 11 (9/11) tragedy marked a key event in the history of 
the world, not only making anti-terrorism a global priority, but also affected 
organizations in more ways than one. The Pentagon and World Trade Center 
were places of work for thousands, and its attack signified that businesses and 
organizations are not safe havens, but instead have become key targets for 
threats given its large aggregation of people at specific times of the day. Not 
only were the work experiences and behaviors of those involved deeply affected 
by this traumatic event (Bacharach & Bamberger, 2007), those uninvolved were 
not spared too (Johns, 2006). Though they were not there, working adults who 
felt psychologically exposed to the event experienced distress, leading to strain 
and absenteeism (Byron & Peterson, 2002). 
The effects of 9/11 did not stop there. It was theorized and empirically 
supported that thoughts of death triggered by terrorism promoted support for 
the charismatic George W. Bush over John Kerry (Landau, Sheldon Solomon, 
et al., 2004), suggesting that leadership selection is very much affected by death-
related thoughts (Cohen, Solomon, Maxfield, Pyszczynski, & Greenberg, 2004). 
Such thoughts motivate particular preferences for certain leadership behaviors 
such as decisiveness and vision during times of crisis (Williams, Pillai, Lowe, 
Jung, & Herst, 2009).  
Although 9/11 was a highly specific context, the reactions to deadly 
events are unlikely to be limited. Mortality salience occurs within and outside 
of the organizations in a wide variety of ways. Many occupations deal directly 
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with death such as firefighters and medical professionals, so much so that 
research streams are dedicated to how these occupations deal with death issues 
(e.g., Firth-Cozens & Field, 1991; Payne, 2001). Businesses in the death-care 
industry such as funeral homes employ at least 100,000 people (U.S. Bureau of 
Labor Statistics, 2014),  generating at least US$10 billion in revenue (U.S. 
Government Accountability Office, 2003). Workplace accidents, a serious area 
of study and practice, certainly expose one to dying and death. Outside of the 
organization, illnesses and accidents are very common mortality reminders 
(Dutton, Worline, Frost, & Lilius, 2006; Worrell, Davidson, Chandy, & 
Garrison, 1986).  
Death is a certainty that nobody can escape. These mortality reminders, 
mild or traumatic, significantly impact on one’s psyche and behavior in many 
surprising, and sometimes alarming, ways. This inevitability and its effects on 
one’s psyche as explained by terror management theory (TMT; Greenberg, 
Pyszczynski, & Solomon, 1986) which has garnered much attention in 
psychology for the past three decades, culminating in a rich and lively research 
area that remains active till today. TMT posits that people experience existential 
anxiety and conflict as they are aware of their inevitable death but have an innate 
biological desire to be alive, and developed psychological mechanisms to deal 
with the potential terror. This theory, and the impressive body of empirical 
evidence supporting it, has placed death in a prominent place in explaining 
human motivation, cognition, attitudes and behaviors.  
This has led to the application of TMT beyond social psychology in 
other research disciplines (e.g., consumer behavior, health decision-making), 
yielding much theoretical and practical insight promising new research 
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directions. As such, very recently, the topic of death awareness or mortality 
salience has caught the attention of organizational behavior researchers, as we 
start to recognize the pervasiveness and applicability of TMT research findings 
(c.f. Stein & Cropanzano, 2011).  
 Work is a central domain of our lives and functions as a microcosm of 
reality (c.f. Organ & Moorman, 1993), providing us with culture, values, rules 
and norms to provide meaning and order (Ouchi & Wilkins, 1985), activities to 
fulfil our psychological needs (Gagné & Deci, 2005) and provide identity, 
meaning and structure (Rosso, Dekas, & Wrzesniewski, 2010), and a place to 
develop relationships (Sluss & Ashforth, 2007). Recent empirical studies 
suggest that management research can benefit from understanding TMT. For 
example, ageism in the workforce can be understood from a TMT perspective, 
as observing the elderly (and therefore realizing the frailty of the human body) 
triggers death-thought accessibility, even without explicit death reminders 
(Martens, Goldenberg, & Greenberg, 2005; Martens, Greenberg, Schimel, & 
Landau, 2004). Another interesting and illuminating example is a recent study 
by Fransen, Fennis, Pruyn, and Das (2008) which showed that a five-minute 
exposure to the corporate logo of an insurance company, which is associated 
with medical issues, accidents and death, prompted high death-thought 
accessibility and triggering defensive behaviors in participants.  
Several scholars has pointed out that management research can benefit 
from applying the TMT framework to explain workplace phenomenon such as 
prosocial behavior (Grant & Wade-Benzoni, 2009), occupational health (Sliter, 
Sinclair, Yuan, & Mohr, 2014), workplace aggression and deviant behavior 
7 
 
(Stein & Cropanzano, 2011). While research is still limited, current evidence is 
encouraging and has shown some interesting insights.  
This dissertation continues this spirit of exploration in examining the 
effects of death in organizational research using TMT. Specifically, I examine 
the effects of mortality salience on needs for psychological resources that, in 
turn, motivate several key organizational attitudes, namely, job satisfaction, 
organizational commitment, and turnover intentions. In doing so, I also examine 
core self-evaluations as potential moderators in the relationship between 
mortality salience and needs triggered, and person-organization fit as potential 
moderators in the relationship between needs and job attitudes/behavior.  
CONTRIBUTIONS  
Businesses and organizations are often impacted by major events such 
as terror attacks and health epidemics, and not necessarily in rational ways. 
Utilizing TMT as a framework is a potentially fruitful endeavor in exploring 
how such death-related events affect organizational behavior. Not only does it 
matter on a macro-level, it is also of theoretical import and practical relevance 
to examine how this affects organizations at the individual-level, in terms of 
behaviors, morale and well-being of individual employees. This is so as people 
are not exposed to death only via major shock events, but are constantly made 
aware of death on a daily basis. Considering that today’s media is often replete 
with horror stories of accidents, epidemics and war, employees are often 
bombarded with death cues before or during their journey to work as they read 
the news.  
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Together with empirical evidence that repeated exposure to mortality 
salience over weeks has effects on the individual e.g., goal orientation and social 
avoidance behaviors (Lykins, Segerstrom, Averill, Evans, & Kemeny, 2007; 
Routledge et al., 2010), it seems theoretically and practically important to 
examine how mortality salience affects organizations, and thus deserves more 
attention beyond laboratory studies. In turn, this contributes to TMT as little has 
been done to examine how work and the workplace can be anxiety-buffers as 
well as manifestations of death terror reactions.  
Not only is this interesting from a theoretical perspective, the issue of 
mortality concerns is a practical issue for management. Organizations are faced 
with increasing health care costs associated with employees’ medical issues and 
leave, presumably due to sickness and accidents such as cancer and workplace-
accidents. These issues are extremely pertinent to terror management, as these 
are death-reminders and are ubiquitous in the workplace.  
Not only do organizations have to bear financial and other costs when 
employees are unwell, employers might have to address the psychological 
effects of mortality salience in employees. For example, exposure to the 
disabled (e.g., Hirschberger, Florian, & Mikulincer, 2005) triggers death-related 
thoughts in men but not in women, and men are less compassionate towards 
people with disabilities than women are; when applied to the modern workforce 
where we are striving towards diverse and non-discriminatory organizations, 





First, I will present a literature review regarding TMT and job attitudes, 
followed by a model outlining hypotheses to be tested. Methods and results will 
be described, before ending with a discussion of the findings and its implications.  
LITERATURE REVIEW  
TERROR MANAGEMENT THEORY 
Terror management theory (TMT; Greenberg et al., 1986), inspired by 
Ernest Becker’s (1973) writings, is a meta-theoretical perspective on how 
human behavior is overall motivated by the unique nature of mortality 
awareness. The theory rests on the notion that humans have innate biological 
strivings to preserve our lives but have unique cognitive capabilities that make 
us keenly aware of the fact that we inevitably will die. This tension between the 
desire for life and certainty of death potentially results in anxiety or terror, 
which has to be managed so that humans can continue functioning in everyday 
life i.e., terror management.  
To do so, individuals invest in a dual-buffer system consisting of a (1) 
cultural worldview and (2) self-esteem. A cultural worldview provides 
individuals with meaning, structure and order, and an avenue for symbolic (e.g., 
contributing to the greater good) or literal (e.g., afterlife) immortality so as to 
transcend death. This worldview espouses specific standards of value used to 
evaluate one’s being, and meeting these cultural criteria provides individuals 
with a sense of value and self-worth i.e., self-esteem which buffers one from 
anxiety. These attributes of cultural worldviews allow one to manage death 
anxiety as it provides meaning, security and purpose to life as well as a way to 
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circumvent the unavoidable physical death. As this system is crucial in 
protecting people from existential fear, much of human behavior is motivated 
by the need to sustain and defend these psychological structures against threat.  
Robust empirical evidence indicates that unobtrusive exposure to death 
and death-related stimuli (e.g., via priming, describing thoughts about death, 
exposure to funeral homes) results in predictable defensive responses in order 
to protect one’s sense of meaning and order in life, manifesting in a multitude 
of ways such as aggression against threatening others (McGregor et al., 1998) 
and harsher judgments of moral transgressions (Florian & Mikulincer, 1997). 
Given its predictable but oftentimes surprising effects on a wide variety of social 
behaviors and attitudes, much research has been devoted to it. The cumulative 
evidence over the past decades is in strong support of TMT’s primary 
hypotheses, as detailed below.  
TMT’S CENTRAL HYPOTHESES 
The first central hypothesis is the mortality salience hypothesis, which 
states that if a psychological structure is anxiety-buffering, then reminding 
people of mortality, i.e., mortality salience, will strengthen the need for this 
structure. Thus, mortality salience should trigger a need for the security and 
order afforded by one’s cultural worldview. This, in turn, leads to positive 
reactions to those who support one’s worldviews and negative reactions to 
detractors i.e., worldview defenses, because such a reaction maintain or increase 
one’s faith in the worldview.  
A wealth of empirical evidence has been accumulated in support of this 
hypothesis (see Greenberg et al., 1995 for a review). In a classic paradigm 
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testing worldview defenses, American participants in the mortality salience 
condition described thoughts of dying and death while those in control condition 
described parallel situations of either a neutral (e.g., watching television) or an 
aversive event (e.g., dental pain). Participants were then provided with an essay 
praising or derogating the United States. Those in the mortality salience 
condition expressed more positive evaluations and liking for the author praising 
the United States and stronger dislike for the author with a negative opinion 
(e.g., Arndt, Greenberg, Solomon, Pyszczynski, & Simon, 1997; Harmon-Jones 
et al., 1997).  
This is further supported by findings that mortality salience increases (a) 
harsher moral judgments and punishments of transgressors (Florian & 
Mikulincer, 1997; Rosenblatt, Greenberg, Solomon, Pyszczynski, & Lyon, 
1989), (b) in-group favoritism, prejudice, stereotyping, and physically 
avoidance of out-group members, (c) aggression against violators (McGregor et 
al., 1998), and (d) preference for emphasis on humans differ from animals 
(Goldenberg et al., 2001). This pattern of results have been replicated numerous 
times using a variety of inductions, controls (aversive, threatening and 
uncertainty comparisons) and self-report and behavioral measures and was 
reported in a recent meta-analysis to yield fairly large effect sizes (r=.35) 
(Burke, Martens, & Faucher, 2010). 
Likewise for self-esteem as a core psychological structure, mortality 
salience triggers self-esteem strivings. Initial evidence came from research 
showing that experimentally increasing self-esteem reduces death-thought 
accessibility and worldview defenses (e.g., Harmon-Jones et al., 1997; 
Schmeichel et al., 2009). Interesting applications to specific domains showed 
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support as well. For example, those who derived self-esteem from their driving 
ability increased risky driving behaviors when high in mortality salience, but 
not so for those who do not derive their self-esteem from driving (Ben-Ari, 
Florian, & Mikulincer, 1999). Goldenberg and colleagues (2000) showed that 
those with high body esteem, when exposed to mortality salience, increased 
identification with their bodies and found sex to be more appealing.  
The second central hypothesis is the anxiety-buffering hypothesis. The 
logic of this is that if a psychological structure is anxiety-buffering, 
strengthening (weakening) it should reduce (increase) anxiety and anxiety-
related behavior in response to threats. Support for this hypothesis is also 
substantial and consistent, as it is often tested together with the mortality 
salience hypothesis. For example, bolstering self-esteem with bogus positive 
personality feedback reduced death-related thoughts and worldview defense 
(Harmon-Jones et al., 1997). Similarly for worldviews as an anxiety buffer, 
bolstering one’s worldviews by self-affirmation of important values before 
being exposed to mortality reminders reduces death-related thoughts and 
worldview defense (Schmeichel & Martens, 2005).  
A third central hypothesis has been recently proposed, related to 
mortality salience hypothesis,: the death-thought accessibility hypothesis (J. 
Hayes, Schimel, Arndt, & Faucher, 2010). If a psychological structure provides 
anxiety buffering against death thoughts, (a) a threat to these structures will 
increase death-thought accessibility and (b) strengthening those structures will 
reduce death-thought accessibility or prevent a rise in death-thought 
accessibility with subsequent threats. An obvious example of this is the 
examples given on self-esteem above (Harmon-Jones et al., 1997; Schmeichel 
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& Martens, 2005). Why this realization is important is because it delineated the 
cognitive processes underlying TMT; this point is further elaborated in the next 
section.  
DUAL-PROCESS MODEL OF TERROR MANAGEMENT 
While empirical evidence for TMT accumulated over time, it was 
puzzling exactly how mortality salience ultimately leads to defenses as there 
was a clear lack of negative affect or anxiety as initially theorized. As such, 
researchers began to work on delineating the cognitive processes. Greenberg 
and colleagues (1994), using Wegner’s (1994) seminal research on thought 
suppression, reasoned that mortality salience triggers immediate thought 
suppression which reduces death-thought accessibility. However, when 
suppression is relaxed, death-related thoughts are likely to surface in the 
unconscious instead. Thus, the authors (Greenberg et al., 1994; Study 4) 
developed a measure to access unconscious activation of death-related 
cognitions, the ambiguous word-completion task. In this task, participants are 
to complete a word fragment e.g., DE_D (dead or deed), and it is taken to reflect 
how accessible certain cognitions are. This study was also the first study to use 
the word-completion task as a measure for death-thought accessibility. 
Indeed, they found support for this as mortality salient participants who 
were distracted had higher levels of death words (indicating high death-thought 
accessibility) and worldview defenses than those who were not distracted. 
Further support was provided by experiments using subliminal priming of 
mortality salience. When participants were exposed to explicit mortality cues 
e.g., asking participants to think of their own death, increased death-thought 
accessibility and worldview defenses occur after a delay or distraction. 
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However, when mortality salience was primed subliminally, death-thought 
accessibility and worldview defenses increased immediately without delay 
because there was no need for suppression to occur (Arndt, Greenberg, 
Pyszczynski, & Solomon, 1997).  
Thus, researchers realized and found support that such defensive 
responses occur only when death-related cognitions are not held in 
consciousness. That is, responses to mortality salience differ depending on 
whether death-related cognitions are consciously or subconsciously held. This 
gave rise to the Dual-Process Model of Terror Management (DPMTM;  
Pyszczynski, Greenberg, & Solomon, 1999),which delineates the cognitive 
processes involved in terror management.  
Pyszcynski et al., (1999) posit two types of defenses –proximal and 
distal. The former is activated when death-related cognitions are held in focal 
awareness; such defenses are pseudo-rational and work to suppress death-
related thought, typically by distraction, avoiding self-awareness (Wisman, 
2006), denying one’s vulnerability (e.g., I’m healthy) or engaging in healthy 
behaviors (e.g., Arndt, Cook, Goldenberg, & Cox, 2007). When proximal 
defenses are successful and death-thoughts move out of focal awareness to the 
subconscious, distal defenses are activated.  
Distal defenses tend to be defensive reactions that serve to protect the 
self by promoting symbolic immortality e.g., bolstering one’s worldviews and 
self-esteem or by promoting literal immortality e.g., believing in an afterlife 
(Dechesne et al., 2003); the bulk of extant research is focused on examining 
such defenses. In the recent decade, there is a proliferation of research 
examining non-defensive distal reactions such as engaging in other meaningful 
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goals (J. Hayes, Ward, & McGregor, 2016), striving to enjoy life (Ma-Kellams 
& Blascovich, 2012), eating to escape from self-awareness (Mandel & 
Smeesters, 2008) and seeking intimate relationships (Florian, Mikulincer, & 
Hirschberger, 2002). The above review is summarized in the model (Figure 1).  
TERROR IN WORK AND ORGANIZATIONS 
With regards to TMT and organizational behavior, there is one editorial, 
one theoretical piece and several empirical studies applying TMT to 
management research. Grant and Wade-Benzoni (2009) penned the first 
theoretical piece on work-related behavioral outcomes of mortality salience, 
suggesting that whether behaviors are generative (i.e., prosocial) or diminutive 
(i.e., stress-related withdrawal) depends on the form mortality salience takes, 
which in turn depends on the type of mortality cues. Shortly after, Stein and 
Cropanzano wrote “An Incubator” suggesting that organizational scholars 
should pay more attention to this “non-traditional antecedent of workplace 
behavior—mortality salience” (2011, p. 1192) 
However, management scholars have been slow to answer this call. 
Empirical studies are few and far between. Notably, three papers have been 
published thus far. First, in 2011, Jonas and colleagues conducted two 
experiments to examine if TMT affects attitudes towards one’s organization. In 
Study 1, they found that those in the mortality salience condition had poorer 
evaluations of people who wrote a negative essay of their company, compared 
to those in the control condition; this main effect is stronger for those who are 
high on organizational commitment. In Study 2, university employees exposed 
to mortality concerns expressed more approval for central organizational 
artifacts (e.g., logo and school motto) than those who were in the control 
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condition. This pattern of results was not shown in students of the same 
university, suggesting that the workplace might be a particularly important 
anxiety-buffering context for individuals.  
In a separate thread, using two samples of nurses and firefighters 
respectively, Sliter and colleagues (Sliter et al., 2014) drew on TMT and 
Conservation of Resources (COR; Hobfoll, 1989), conceptualizing life as a 
limited resource and death exposure as a stressor, to study the effects of 
mortality salience on occupational health operationalized as burnout, 
engagement and absenteeism. Across both studies, mortality cues are positively 
related to burnout in nurses and absenteeism in firefighters; the relationship 
between mortality salience and burnout is stronger for nurses high on trait death 
anxiety i.e., experience unpleasant emotions when reminded of death.  
A couple of studies examined the desire to work in response to mortality 
salience more directly. Yaakobi (2015) examined the desire to work as an 
anxiety-buffering structure. In 4 experiments, the author found that mortality 
salience increased the desire to work (Study 1) and death-thought accessibility 
(Study 2), of which the latter is reduced by thoughts of being hired for a good 
job (Study 3) and increased by thoughts of obstacles to job-seeking (Study 4). 
Interestingly, four experiments indicated that more women chose a career over 
children when exposed to mortality cues, but men chose to have an increased 
number of offspring, possibly because parenthood is costly for women’s but not 
for men’s careers (Wisman & Goldenberg, 2005). 
These studies are disparate in their approach to studying mortality 
salience in organizational behavior, but are common in their conclusions that 
work and organizations are a potentially fruitful theoretical and practical context 
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to examine terror management. On this basis, I posit that the work domain (work 
and organizations) is a platform whereby reactions to mortality salience can be 
manifested, and potentially serves as a death-anxiety buffering mechanism. 
Firstly, almost all adults work and thus represent a key life domain. Secondly, 
the amount of time we spend at work is a large part of our waking hours, and 
therefore, captures a large amount of our psychology and behaviors. Thirdly, 
the workplace is a key source of developing and expressing the intrapersonal 
self (e.g., beliefs, values, identity and work as legacies) and interpersonal self 
(e.g., relationships, group identification and membership). As such, when faced 
with mortality salience, people may either express their defenses in the 
workplace and/or use work-related resources as a buffer for one’s death 
concerns.  
In this dissertation, I examine how job attitudes are influenced by 
mortality salience, and the potential moderating effects of individual traits and 
organizational contexts. Specifically, for job attitudes, I look at organizational 
commitment, job satisfaction and turnover intentions; for moderators, I examine 
the potential moderating effects of core self-evaluations (CSEs) and person-
organization fit. Before I proceed with theorizing, I present a broad and brief 
overview of the job attitudes literature.  
JOB ATTITUDES 
 Job attitudes are a key area of inquiry for organization scholarship, 
defined as “evaluations of one’s job that express one’s feelings towards, beliefs 
about, and attachment to one’s job” (Judge & Kammeyer-Mueller, 2012, p. 344). 
The traditional job attitudes most covered in research are job satisfaction, 
organizational commitment (of which the combination of these two forms an 
18 
 
overall job attitude (Harrison, Newman, & Roth, 2006)), and turnover intentions 
(which is usually treated as an outcome of job attitudes).  
While research on job attitudes is massive, it has predominantly focused 
on certain individual traits that are more directly related to work (e.g., Big Five, 
CSEs) and job/organizational characteristics (e.g., job design, person-
organization fit, leaders/co-worker relations). Less has been done to investigate 
possible non-work related factors that are not quite obvious as predictors, 
perhaps with the exception of demographics and family issues, on job attitudes 
and behaviors.  
However, such an approach might be productive and interesting as 
recent studies have suggested. For example, a recent paper suggested that CEOs 
who, as a child, experienced medium-level fatal disasters were more aggressive 
in their leadership compared to CEOs who experienced mild disasters or 
extremely negative disasters, presumably via risk sensitivity effects (Bernile, 
Bhagwat, & Rau, 2016). That such seemingly trivial exposure to external events 
might have a lasting impact on one’s work behavior suggests that management 
scholarship might benefit from broadening their scope of focus beyond more 
obviously relevant antecedents and outcomes.  
JOB SATISFACTION 
The most researched attitude is likely to be job satisfaction, spanning at 
least seven decades of work (e.g., Brayfield & Rothe, 1951; Hoppock, 1935). 
Job satisfaction, or evaluations about one’s contentment with and positive 
feelings about one’s job, can be measured either globally (e.g., Brayfield & 
Rothe, 1951) which captures a summary judgment of satisfaction with the job 
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or facet-level of satisfaction such as with work, supervision and co-workers  
(JDI; Smith, Kendall, & Hulin, 1969). 
Research on antecedents of job satisfaction has focused on traits such as 
CSEs and trait affectivity (e.g., Bono & Judge, 2003; Judge & Larsen, 2001) 
and job-related situations such as job characteristics (e.g., Hackman & Oldham, 
1976), organizational situations such as justice perceptions (Colquitt, Conlon, 
Wesson, Porter, & Ng, 2001), and other non-work related organizational 
policies and situations such a work-life policies and conflict (Ernst Kossek & 
Ozeki, 1998). This assumes that job satisfaction is a localized attitude derived 
from the situation (job or organization-related characteristics) and how an 
individual’s personality drives one’s perceptions of the (oftentimes 
job/organizational) situation.  
Little has been done to examine how seemingly independent external 
factors influence one’s attitudes to the job. For example, employees who work 
in offices with live interior plants or window views of exterior green spaces 
have higher overall job satisfaction, specifically in the subcategories of nature 
of work, supervision and co-workers, than those without greenery. Another 
example, albeit a poll, suggested that the length of commuting time affects one’s 
job satisfaction (Reuters, 2011), and also plays a role in job search strategies 
(Chapple, 2001). These examples suggest that job satisfaction is not resulted 
solely, though perhaps predominantly, by work-related factors, and it is 
potentially fruitful to look outside the employee and workplace to examine other 




ORGANIZATIONAL COMMITMENT  
Besides job satisfaction, researchers started looking into organizational 
commitment in the 1980s (Roe, Solinger, & Van Olffen, 2008). Organizational 
commitment is defined as “an individual’s psychological bond with the 
organization, as represented by an affective attachment to the organization, 
internalization of its values and goals, and a behavioral desire to put forth effort 
to support it” (Judge & Kammeyer-Mueller, 2012, p. 349). The history of 
organizational commitment research is convoluted with varying 
conceptualizations and measurements. While several types of commitment has 
been studied, the most studied concept is attitudinal (Mowday, Steers, & Porter, 
1979) or affective commitment (Meyer & Allen, 1991), which focuses on the 
extent of emotional attachment one has to the organization and internalization 
of the organization’s goals and values.  
Overall, empirical research and meta-analyses demonstrated positive 
outcomes such as performance, citizenship behavior, less stress and lower 
turnover intentions (Mathieu & Zajac, 1990; Tett & Meyer, 1993), affirming 
that organizational commitment, at least in this form, is largely desirable. 
Antecedents of organizational commitment are focused mainly on personal (e.g., 
age, gender, locus of control), job (e.g., role ambiguity, job characteristics) and 
organizational characteristics (e.g,, justice, leader-member relations, 
organizational support) (Mathieu & Zajac, 1990; Meyer, Stanley, Herscovitch, 
& Topolnytsky, 2002), suggesting that commitment is viewed mainly as a 
function of person-work situation characteristics, rather than non-work related 
psychological states. To date, there are no studies examining how mortality 




 Reducing voluntary turnover is probably one of the ultimate goals of 
management in order to reduce costs, retain talent and maintain a stable working 
environment. Not only is it a concern for practitioners, strategic human resource 
research has always considered turnover to be an integral part of the equation in 
studying firm performance (e.g., Shaw, Gupta, & Delery, 2005). For individuals, 
changing routines and giving up interpersonal relationships at previous 
workplaces can be stressful (Boswell, Boudreau, & Tichy, 2005). Thus, much 
has been devoted to turnover research since 1970s, and this interest persists till 
today (see Holtom, Mitchell, Lee, & Eberly, 2008 for recent review on turnover).  
In this study, I focus on turnover intentions, rather than turnover, for 
several reasons. Firstly, while turnover intentions is the strongest predictor (r 
= .35) of actual turnover, the relationship is only moderate in strength, 
suggesting that cognitions do not always translate into action. Secondly, actual 
quitting requires more consideration of the reality (e.g., having sufficient 
finances, an alternative job) than simply having thoughts of quitting. Thirdly, in 
the context of this dissertation, mortality salience manipulations or primes are 
unlikely to be strong enough to trigger actual quitting behavior.  
Early research on turnover focused mainly on job attitudes such as job 
satisfaction and organizational commitment, and slowly expanded over time 
both level-of-analysis and constructs of interests. Specifically, more contextual 
variables (e.g., groups, organizational climate and temporal dynamics) were 
examined, leading to a vertical expansion of research field. At the same time, 
more distal predictors (e.g., individual differences) and outcomes (e.g., well-
22 
 
being) were examined, leading to a horizontal expansion in the nomological 
network of turnover. 
 While most models are rational in nature (e.g., dissatisfied workers leave 
if they have alternatives), Lee and Mitchell’s (1994) unfolding model suggested 
five components, shocks, scripts, image violations, job satisfaction and job 
search, which unfolded over time to form distinct exit paths for employees. Of 
interest to this dissertation is the component of shock, a sudden, jarring event 
that triggers psychological analyses of quitting. Out of the five proposed paths 
of leaving, three are triggered by shocks and two by job dissatisfaction. What is 
interesting is that shocks are more often the precipitating factor of turnover than 
job dissatisfaction i.e., 60% of the sample reported shocks as the immediate 
cause (Holtom, Mitchell, Lee, & Inderrieden, 2005). While not all studies 
reflected that shocks were the main cause, the empirical evidence points towards 
the significance and potential utility of the shock concept. Thus, it might be 
fruitful to examine the role of non-work related factors or seemingly unrelated 
events such as mortality concerns in turnover intentions.  
OVERVIEW OF CONCEPTUAL MODEL 
Based on the above review, I propose a model (see Figure 2) delineating 
how mortality salience affects job attitudes. First, I establish that mortality 
salience triggers four different needs, of which the process is moderated by core 
self-evaluations. This is important as it sets up the foundation or mediating 
mechanisms for hypothesizing the effects of mortality salience on job attitudes. 
Lastly, I propose that these relationships are moderated by two forms of person-
organization fit, value congruence and needs-supplies fit. All hypotheses are 
listed in Appendix 1.  
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THEORY AND HYPOTHESES DEVELOPMENT 
FULFILLING NEEDS AS ANXIETY-BUFFERS 
 Current TMT research demonstrates consistently that people think and 
behave in predictable ways in response to mortality salience, positing that such 
reactions fulfill the need for certain psychological structures e.g., self-esteem to 
be maintained or bolstered in order to manage the terror of death. While 
illuminating, few studies directly measured the need for these psychological 
structures as most, if not all, inferred the heightened and fulfillment of needs 
from the reduction of worldview defenses or death-thought accessibility 
(Mikulincer, Florian, Birnbaum, & Malishkevich, 2002). 
In this dissertation, I examine four main psychological structures 
theorized in the current literature as key anxiety-buffers - self-esteem, security, 
belongingness and meaning - and conceptualize them as needs triggered by 
mortality salience which affects consequent attitudes and behaviors.  
SELF-ESTEEM 
Interestingly, TMT started off seeking to provide a meta-theory for the 
need of self-esteem (Greenberg et al., 1986). In their seminal piece, the authors 
suggest that the source of self-esteem changes as humans develop over time, 
from parents to culture. When young, children formulate an understanding that 
their good/bad behavior affects parental care and protection. For example, when 
a child does something to be disapproved of, the parents might punish her by 
withdrawing love or meting out punishment. As such, they develop an 
association between a negative self-concept (being naughty) with terror 
(potential abandonment). Thus, to deal with the terror, one needs a positive self-
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concept or self-esteem; when young, the source of self-esteem is by meeting 
parental expectations.  
However, as the child grows older, she starts to understand that the 
parents are not omnipotent, and therefore, require a new and superior source of 
protection and standards that one can draw on to achieve equanimity. This is 
thus provided by the culture, which prescribes clear and structured rules and 
understanding of the reality, therefore imbuing “order, predictability, meaning, 
and permanence” (Greenberg et al., 1986, p. 198). 198) in one’s subjective 
reality. In order to enjoy the “protection” of the culture, one must feel like one 
is deserving and a valuable member of this culture by meeting the culture’s 
prescriptions so as to be part of it. Thus, humans need self-esteem and a 
worldview in order to effectively manage the death anxiety. 
Given that self-esteem is such a cornerstone of the theory, the theoretical 
and empirical substantiation for self-esteem strivings is rather rich. Though 
rarely directly measured as increased needs for self-esteem, extant empirical 
research inferred support for both through self-report and behavioral measures, 
reasoning that such hypothetical or actual behaviors are manifestations of action 
to meet self-esteem needs. For example, after exposed to mortality cues, 
participants whose self-esteem is derived from driving reported behavioral 
intensions of risky driving or actual risky driving in a driving simulation (Ben-
Ari et al., 1999). More generally, mortality salient subjects rated bogus positive 
personality as more accurate than subjects in control conditions, which was 
interpreted as self-esteem strivings (Dechesne et al., 2003). Thus, I hypothesize 
that: 




Parallel to self-esteem studies, the rejection of threatening others or 
worldview defense is inferred as an attempt to protect one’s worldviews. 
However, the need for “order, predictability, meaning, and permanence” 
(Greenberg et al., 1986, p. 198) has never been clearly described or 
operationalized, often painted only in broad strokes as need for psychological 
security in terms of protecting one’s beliefs. Similar to self-esteem, the need for 
security and order provided for by cultural worldviews has rarely, if ever, 
directly tested for. 
Empirical studies on worldview defenses suggest that this need for 
security comes in the form of order, structure and predictability. For example, 
Arndt and colleagues (1999) in a series of experiments found that mortality 
salient participants felt more guilt engaging in creative pursuits, which are 
associated with disorderliness (e.g., Vohs, Redden, & Rahinel, 2013). Mortality 
salient participants also rely on stereotypic thinking and preferences as 
evidenced in their trait attributions of Germans (e.g., disciplined, orderly, stern), 
explanations for behaviors for each gender (e.g., Tom paid for dinner because 
he is a gentleman), increased liking for stereotype-consistent in-group and out-
group members and decreased liking for stereotype-inconsistent individuals. 
Furthermore, those high in need for closure exhibited increased liking for 
stereotype-consistent members of outgroups (Schimel et al., 1999). Similarly, 
mortality salient participants showed a heightened need for simple and 
consistent interpretations of the social world, in the form of stronger primacy 
effects in impression formation, increased reliance on representative 
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information to categorize people and for those high in need for personal 
structure, a desire for a just, benevolent world (Landau, Johns, et al., 2004).  
Based on the evidence, I propose that there is a heightened need for 
security when mortality salience is high, in the form of preferences for stability 
and predictability and a discomfort with ambiguity and disorder.  
H2: Mortality salience increases the need for security. 
BELONGINGNESS 
In the recent decade, there is a proliferation of research exploring new 
anxiety-buffering mechanisms besides cultural worldviews and self-esteem. A 
potentially fruitful mechanism seems to be social connections or belongingness. 
While different forms of social connections have been studied e.g., relationships, 
parenthood, group affiliations, there is a common thread of a need to belong, a 
fundamental human need for interpersonal relations (Baumeister & Leary, 
1995). This social acceptance represents social validation of one self that is 
necessary in terror management. According to Greenberg et al., (1986), social 
validation is a proxy for meeting cultural expectations as objective sources of 
information are not available. Thus, “the affection, attention, and approval that 
people receive from others within their culture are very important sources of a 
sense of personal value. (1986, p. 202)”   
A stream of literature argues that intimate interpersonal relations can 
function as a anxiety-buffer (see Mikulincer, Florian, & Hirschberger, 2003 for 
a review), as relationship formation essentially involves meeting cultural 
expectations and therefore, a source of self-esteem (Leary & Downs, 1995) – a 
perspective aligned with the early theorizing of TMT. People respond to 
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mortality salience by desiring romantic intimacy and commitment, especially 
securely attached persons (Mikulincer & Florian, 2000), and when primed with 
relationship problems, have increased death-thought accessibility (Florian et al., 
2002). When mortality salient participants compromised on mate requirements, 
high self-esteem (usually securely attached) participants experienced guilt while 
low self-esteem participants experienced shame (Hirschberger, Florian, & 
Mikulincer, 2002). This suggests that perhaps, close relationships, self-esteem, 
and cultural worldviews form a tripartite system whereby these three are 
alternatives in terror management (Hart, Shaver, & Goldenberg, 2005).  
Such relationship strivings translate into behaviors. For example, 
divorce rates decreased in the next four years following the Oklahoma City 
bombing, with the sharpest decrease in the first 2 years of the aftermath 
(Nakonezny, Reddick, & Rodgers, 2004). The authors theorize that individuals 
confronted with such death reminders seek out interpersonal support and 
comfort from significant others in order to restore a sense of security and 
structure in life.  
This increased need for relatedness is not limited only to the romantic 
domain. Mortality salience also prompts increasing initiation for social 
interactions, lowering rejection sensitivity, generating more positive appraisals 
of interpersonal competence (Taubman-Ben-Ari, Findler, & Mikulincer, 2002). 
In Arndt et al., (1999), mortality salient participants who engaged in creative 
activity felt guilt, based on the theoretical argument that creativity is essentially 
a threat to social connection as it represents a rejection of current reality and 
consequently, the social connections it provides.  
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Lastly, while the bulk of the evidence indicates that mortality salient 
individuals will reject those who are different in worldviews and prefer those 
who are similar, an interesting study argued for and demonstrated that the bulk 
of studies presume out-group members, which does not pit worldview defenses 
against affiliation needs (Wisman & Koole, 2003). The authors showed that 
under mortality salient conditions, participants clearly affiliate (by choosing to 
sit with them versus alone) with in-group members who hold validating 
worldviews, which is not surprising as it fulfils both needs (Study 1 and 2). 
What is illuminating is that mortality salient participants prefer to sit with 
people rather than alone even if doing so means required them to argue against 
their own worldviews and defend incongruent worldviews (Study 3).  
Thus, I argue that mortality salience promotes the need for 
belongingness, as expressed in the form of desiring for relationships and 
affiliation in different forms, presumably as a way to cope with the existential 
anxiety induced by death reminders. 
H3: Mortality salience increases the need for belongingness. 
MEANING  
The need for meaning has also been mentioned in TMT theorizing, often 
in the context of worldviews providing prescribed explanations of reality and 
expectations of being. For example, one of the earliest studies on meaning 
showed that mildly depressed individuals who are able to defend their 
worldview in response to mortality salience increase their perceptions of 
meaningfulness (L. Simon, Arndt, Greenberg, Pyszczynski, & Solomon, 1998).  
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More recent research has expanded the role for meaning in life beyond 
the confines of worldview defenses, demonstrating that meaning is an 
independent anxiety-buffering mechanism that can be separated from the 
defense of worldviews (although not negating the perspective that worldviews 
also provide meaning). For example, mortality salience reduced liking for 
modern art, unless the art has been imbued with meaning e.g., with titles. These 
effects are pronounced for those who have a high personal need for structure 
i.e., prefer simple and structured information, suggesting that mortality salience 
triggers a need for meaning, especially amongst those who are not comfortable 
with ambiguity and lack of structure (Landau, Greenberg, Solomon, 
Pyszczynski, & Martens, 2006a).  
Vess and colleagues (2009) directly measured perceptions of meaning 
in life after inducing mortality salience, and found that those high in personal 
need for structure exhibited higher ratings of meaning in life while the opposite 
was found for those low in personal need for structure. Furthermore, they found 
that low personal need for structure individuals are able to derive meaning 
through novelty exploration and interpretations of the world (Study 2-5), 
suggesting that individuals seek meaning different ways i.e., high personal need 
for structure seek simple, consistent knowledge structures while those low in 
this trait seek novelty and exploration. However, in this study (e.g., Study 1B), 
they simply measured presence of meaning in life, rather than the search of 
meaning in life which might have been a better measure for the need for 
meaning.  
Thus, while the evidence points towards the importance of 
meaningfulness in terror management, there is no direct evidence that one seeks 
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out meaning in response to mortality salience. I propose that one’s need for 
meaning is heightened in response to mortality salience and therefore prompts 
behaviors such as worldview defense or dislike for meaningless things to fulfil 
that need.  
H4: Mortality salience increases the need for meaning. 
CORE SELF-EVALUATIONS AS A MODERATOR 
 From extant literature, it is clear that individual traits matter greatly how 
individuals respond to mortality salience. For example, differences in personal 
need for structure affect how individuals derive meaning, as demonstrated by 
Vess et al., (2009). Traits that are most often tested (as identified in this review) 
are self-esteem, personal need for structure and attachment styles. Here, I 
propose core self-evaluations as a moderator which might influence the 
relationship between mortality salience and the abovementioned needs for 
psychological structures.  
 Core self-evaluations (CSEs; Judge, Locke, & Durham, 1997) was 
introduced in the organizational behavior research as a dispositional predictor 
of job satisfaction. CSEs is a higher-order trait comprised of four traits: (1) self-
esteem, the valuation of self as a person, (2) generalized self-efficacy, 
evaluation of one’s performance in different situations, (3) neuroticism, a 
personality trait characterized by predisposition towards negative emotional 
states such as anxiety and depression, and (4) locus of control, beliefs on causes 
of events in one’s life. Taken together, CSEs is “a basic, fundamental appraisal 
of one’s worthiness, effectiveness, and capability as a person” (Judge, Erez, 
Bono, & Thoresen, 2003, p. 3). 
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While self-esteem is a component of CSEs, the difference is that CSEs 
involve assessment of the self beyond that of what is prescribed by the culture. 
It also involves self-assessment of capabilities and control, which are more 
related to personal agency and likelihood of success. Thus, CSEs is a broader 
form of self-regard that underlies the four different individual traits, causing 
them to be correlated (Judge & Bono, 2001).  
CSEs are likely to reduce the relationship between mortality salience 
and needs for security, self-esteem and meaning but increase the relationship 
with need for belonging. Firstly, needs for security, self-esteem and meaning 
are likely to lead to defensive strategies such as worldview defenses. Those who 
are high in CSEs tend to engage in less avoidance coping and emotion-focused 
coping, suggesting that they might have less reactions or simply less death 
anxiety (Kammeyer-Mueller, Judge, & Scott, 2009). Their emotional stability 
also improves their coping process and reduces their strain reactions to stressors, 
in this context, mortality salience. Given that those high in CSEs are less likely 
to be anxious, they are less likely to have heightened needs of security, meaning 
and self-esteem. 
Furthermore, due to a higher positive self-regard that involves control 
and agency, one might be able to use other non-defensive coping mechanisms 
more effectively than those low on control e.g., seeking out challenges or 
recalling past successes which can alleviate the desire to withdrawal from life 
triggered by mortality salience (J. Hayes et al., 2010) which high CSEs are 
likely to have experienced.  
More fundamentally, high CSEs tend to enjoy higher career success (e.g., 
pay, occupational status, and  job satisfaction) through higher education, better 
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health and coping mechanisms, and better use of one’s advantages and 
opportunities (see Judge, 2009 for review), all of which are also likely to be 
celebrated achievements in most cultures. By that definition, high CSEs should 
exhibit lower worldview defenses which are ostensibly executed to gain security 
and meaning. Lastly, high CSEs were more likely to be engaged in goal pursuit 
for intrinsic and value-congruent reasons (Judge, Bono, Erez, & Locke, 2005), 
which is overall more meaningful for the self (Ryan & Deci, 2000). Thus, it is 
likely that those high in CSEs are less likely to have a heightened need for 
meaning in response to mortality salience.  
Taken the above together, I hypothesize that: 
H5: CSEs moderates the relationship between mortality salience and the 
need for self-esteem, such that the main effect is weaker (stronger) when CSEs 
is high (low).  
H6: CSEs moderates the relationship between mortality salience and the 
need for security, such that the main effect is weaker (stronger) when CSEs is 
high (low). 
H7: CSEs moderates the relationship between mortality salience and the 
need for meaning, such that the main effect is weaker (stronger) when CSEs is 
high (low).  
However, it is possible that those who are high in CSEs are likely to 
have increased desire for belongingness in response to mortality salience, as 
suggested by several other studies on relationships and mortality salience. For 
example, Mikulincer and colleagues found that securely attached persons (who 
tend to have high self-esteem) desire romantic intimacy when faced with 
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mortality salience. In fact, high self-esteem persons were much more willing to 
compromise on mate selection criteria under mortality salient condition 
(Hirschberger et al., 2002; Mikulincer & Florian, 2000). As such, it is possible 
that those high in CSEs seek out belonging as a non-defensive coping 
mechanism. 
H8: CSEs moderates the relationship between mortality salience and the 
need for belongingness, such that the main effect is stronger (weaker) when 
CSEs is high (low). 
MORTALITY SALIENCE AND JOB ATTITUDES 
Having a job and belonging in an organization are associated to one’s 
worldview in various ways. Firstly, it can be an indicator of meeting one’s 
culture’s standards e.g., earning high pay or being in a socially respected 
occupation. For example, socioeconomic status (income, occupation, and 
education) is an indicator of one’s economic and social position relative to 
others, which can be used as a proxy for success in a certain society and thus, 
achieving particular standards as prescribed by worldviews. Secondly, it can be 
a reflection of one’s worldviews e.g., working for low pay in order to answer a 
calling (Bunderson & Thompson, 2009). Thirdly, it can provide an additional 
worldview. Certain occupations or organizations might act as a mini-worldview, 
especially when there are clear, strong beliefs and expectations of behaviors. 
For example, the military provides a very strong worldview and clear, strict 
expectations of behaviors from military personnel (Soeters, Winslow, & 
Weibull, 2006). Thus, it seems likely that mortality salience will affect job 
attitudes in several ways.   
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However, this is likely to be contingent on the individual turning 
towards the job or organization for need fulfilment. This is more likely to be so 
if the job or organization is a positive source of support and resources, such that 
one can turn to it in times of need. Therefore, I propose that person-organization 
fit conceptualized as in two different ways i.e., value congruence and as needs-
supplies fit as moderators of the relationships between needs and job attitudes 
and behaviors. I briefly review these potential moderators before addressing the 
effects of mortality salience on job attitudes and behaviors. 
NEEDS-SUPPLIES FIT AND VALUE CONGRUENCE AS MODERATORS 
Person-organization fit (P-O fit) is broadly conceptualized as the 
compatibility between individuals and organizations, overall shown to have 
positive relationships on work-related and well-being outcomes such as higher 
job satisfaction, higher OCBs and lower stress (Hoffman & Woehr, 2006; 
Kristof-Brown, Zimmerman, & Johnson, 2005). While compatibility has been 
conceptualized in various ways, P-O fit can broadly defined in two ways: (a) 
complementary needs-supplies fit – when the organization fulfils a person’s 
needs, and (b) supplementary – when the person and organization share similar 
fundamental characteristics, usually conceptualized as value congruence. 
Though both are taken as P-O fit, they are derived from different theoretical 
traditions; while they might have similar effects on the hypothesized 
relationships, the theoretical explanations are distinct and can be empirically 
modelled (Cable & Edwards, 2004). Here, I posit that value congruence 
(supplementary fit) and needs-supplies fit (complementary fit) are two potential 




NEEDS-SUPPLIES FIT  
Needs-supplies fit refer to the judgments of whether an individual’s 
psychological needs are met with environmental supplies, which refer to 
extrinsic and intrinsic resources and rewards e.g., financial benefits and social 
relationships. This is viewed as complementary because the characteristics of 
one party make up for the lack of it in another. Theories of psychological need 
fulfillment posit that dissatisfaction results when the needs are not met by the 
supplies (Cable & Edwards, 2004). At the most fundamental level, individuals 
enter a job to gain access to the rewards offered by the organization (H. A. 
Simon, 1951), and thus needs met by the job and organization should promote 
more positive outcomes (Edwards & Shipp, 2007).  
Enjoying needs-supplies fit suggests to the individual that the job is a 
fruitful source of need fulfillment and that one’s desired amount of certain 
attributes are sufficiently met. Thus, the job is likely to be an avenue that can be 
utilized for one’s psychological benefit, which should improve attitudes towards 
that job as well as facilitate desirable behaviors within that job. A counter-
example would be that when employees do not feel like they belong in the 
organization and have thwarted needs for belongingness, they react negatively 
with less helping and more interpersonally harmful behaviors (Thau, Aquino, 
& Poortvliet, 2007). As such, high needs-supplies fit is likely to strengthen one’s 
response to heightened needs as one might turn towards work to fulfill these 




VALUE CONGRUENCE  
Value congruence refers to a match between individual and organizational 
values. When value congruence is high, employees are likely to define 
themselves, at least in part, in terms of their organization (Saks & Ashforth, 
1997). As such, those who perceived high fit in this identify with their 
organization more strongly and are more motivated to behave positively 
towards their organization (Cable & DeRue, 2002), as their need for consensual 
validation of their views have been met by similar others (Kristof-Brown et al., 
2005) 
Couched in TMT terms, value congruence basically refers to an 
agreement with the worldview provided by the organization, resulting in the 
individual defining oneself as a member and judging oneself accordingly to the 
standards of the organization to derive self-esteem. Therefore, the theoretical 
relevance and arguments for value congruence should parallel that of TMT 
arguments. Thus, it seems likely that the individual turns to his/her in-group 
when faced with mortality salience to fulfill the needs it triggered.  
JOB ATTITUDES  
When one is faced with mortality salience, one’s needs for self-esteem, 
security, meaning and belongingness are heightened as hypothesized above. 
These needs may, in turn, influence job attitudes, which I will hypothesize 
below. 
Employment is a usually a positive state that provides one with 
resources, psychological or otherwise. Not only does the research show direct 
evidence for this relationship, the findings also reveal that the unemployed are 
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likely to suffer from poorer physical and mental well-being (McKee-Ryan, 
Song, Wanberg, & Kinicki, 2005). First and foremost, research clearly shows 
that being employed is positive for self-esteem. Tiggemann and Winefield 
(1984) conducted a longitudinal study following students one year before and 
after their graduation, and found that school leavers who were unemployed had 
poorer self-esteem, greater helplessness and higher depression than the 
employed. It also seems like that greater the period of unemployment, the 
greater the effects on self-esteem (Goldsmith, Veum, & Darity, 1997). Work is 
also an important source of meaning for the individual (Rosso et al., 2010). Thus, 
considering that being employed provides one with opportunities to fulfil these 
needs, it is likely to prompt a more positive evaluation of one’s job i.e., job 
satisfaction. Therefore, I hypothesize that 
H9: The relationship between job satisfaction and need for (a) self-esteem, 
(b) meaning is positive only when needs-supplies fit is high. 
Organizational commitment, the emotional attachment to the group and 
an internalization of its goals and values, is also likely to be boosted by mortality 
salience. Group membership appears to be a central anxiety-buffering 
mechanism in terror management. It is an important source of self-esteem 
(Dechesne, Greenberg, Arndt, & Schimel, 2000), security and protection 
(Wisman & Koole, 2003), feelings of control (Fritsche, Jonas, & Fankhänel, 
2008) and symbolic immortality (Castano, Yzerbyt, Paladino, & Sacchi, 2002).  
There is some direct evidence of strengthened in-group identification in 
response to mortality salience. Castano and colleagues (2002), in an experiment 
with 48 Italian undergraduates, found that those in the mortality salient 
condition demonstrated greater in-group identification and entitativity, which in 
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turn predicted in-group bias. While, the authors argued that this is a way for 
individuals to achieve symbolic immortality by projecting part of themselves 
i.e., the social identity self to exist after their deaths, they acknowledged the 
possibility that this reaction is to preserve one’s worldviews by strengthening 
the relationship with a group i.e., fulfilling a need for security. As mortality 
salience represents a threat to one’s needs for security, one might fulfil these 
needs by affiliating oneself more strongly to the group to strengthen one’s trust 
in their worldviews as evidenced by the preponderance of evidence that one 
prefers and behave better towards those who support one’s worldviews or one’s 
in-group. There is some support for this view by Fritsche and colleagues (2008) 
who, in three experiments, demonstrated that in-group bias, entitativity and 
identification increased only in pure death condition, as compared to a self-
determined death condition (where they were told to imagine that they were 
fatally ill and chose how to die, and then describe how they felt and thought 
about their deaths) and a dental pain condition. The authors suggest that 
worldview defenses occur, at least partly, in a bid to restore control over one’s 
environment.  
Applied to the work context, it is likely that mortality salience will 
increase organizational commitment as one’s attachment to the group and the 
identification with its beliefs and values are strengthened in response to death 
threat. Given that the group one belongs to usually is aligned with one’s beliefs 
and values, it is likely to attach to and identify with the group more strongly to 
protect and regain control over their environment (Arndt, Greenberg, Schimel, 
Pyszczynski, & Solomon, 2002). People are usually inclined towards choosing 
jobs and/or organizations that are aligned with their own values (Judge & Bretz, 
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1992), and thus are likely to endorse the worldview promoted by the 
organization (Ashforth & Mael, 1989). Furthermore, belonging to a group 
boosts self-esteem (Brewer, 1991), and a need for self-esteem might facilitate 
attachment to a group (Dechesne et al., 2000). Assuming that the organization 
provides a worldview via its unique culture and a source of belongingness with 
co-workers, organizational commitment should increase in response to the 
needs for security, self-esteem and belongingness triggered by mortality 
salience. In sum, I hypothesize that 
H10: The relationship between organizational commitment and need for 
(a) security, (b) self-esteem, (c) belongingness is positive only when needs-
supplies fit is high. 
H11: The relationship between organizational commitment and need for 
(a) security, (b) self-esteem, (c) belongingness is positive only when value 
congruence is high. 
Turnover intentions are also correspondingly likely to be reduced. 
Firstly, as described above, the need for belongingness will reduce the 
likelihood of one leaving the group, even if there is no change in emotional 
attachment to it. Secondly, if the organization provides a sense of security via 
the protection of a worldview, it is also unlikely that one would desire leaving 
it under mortality salient conditions. Thus, turnover intentions are likely to be 
low under mortality salience due to the role of employment fulfilling the need 
for security and belongingness. Based on the above, I hypothesize that 
H12: The relationship between turnover intentions and need for (a) 
security, (b) belongingness is positive only when needs-supplies fit is high. 
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H13: The relationship between turnover intentions and need for (a) 
security, (b) belongingness is positive only when value congruence is high. 
METHODS 
I used an online experiment to assess the effects of mortality salience on 
job attitudes, and examine whether the relationships are moderated by 
organizational fit and mediated by needs.  
PARTICIPANTS AND PROCEDURE 
 A power analysis using an estimated average effect size of 0.25, power 
of 80% and alpha level of .05, I used G*Power 3.1.9.2 (Faul, Erdfelder, Lang, 
& Buchner, 2007) suggested a sample size of 398 participants (see Appendix 2). 
Based on a poll conducted using NUS subject pool (n=59), I estimated that 20% 
of a sample had experienced a death of a friend or family member in the past 
three years. To achieve this sample size, several steps were taken.  
First, I recruited a total of 2564 participants from Amazon Mechanical 
Turk to first report their demographic profile (gender, age, marital status, 
employment status), key events they have experienced in the past three years 
(which includes the death of a loved one and reported their value congruence 
and needs-supplies fit. To qualify for the study, participants must be employed 
and have experienced death of a loved one in the past three years. Five hundred 
and forty-one cases were deleted (144 cases due to incomplete data; 397 cases 
due to unemployment status). Out of the 2023 people who are employed, 948 
people experienced a recent death in the past three years. This subset of 948 
people was invited to participate in this study. 549 participants completed the 
study (58%); 35 (see Appendix 3) were excluded as they failed 3 or more 
attention checks and 4 more were excluded as they did not complete the filter 
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survey (but did the main study) and thus, did not provide their value congruence 
and needs-supplies fit (moderators) information. Thus, 510 participants formed 
the final sample for data analysis – there is no missing data.   
Participants in the main study were told that this study is on personality. 
After giving consent, they completed four scales measuring the components of 
CSEs. They were then randomly assigned to the mortality salient condition (n 
= 246) or control condition (n = 264), and completed the manipulation. Next, 
they completed the death-thought accessibility measure which serves as a 
manipulation check. Lastly, they completed the survey on needs and job 
attitudes.  
MANIPULATION 
I adapted the Projective Life Assessment task which is a standard 
manipulation in TMT research. In both conditions, they were told that feelings 
and attitudes towards significant aspects of life can reveal one’s personality. For 
the randomized manipulation, I selected an event that they have reported in the 
earlier demographic study for the participants to describe.  
In the mortality salient condition, I selected the event of “death of a 
loved one e.g., close friend/family member”. Participants in this condition were 
to first describe the circumstances surrounding this event e.g., when it happened; 
the cause of death; how the person is related to the participant; what the 
participant was doing when he/she received the news. Following which, they 
were told to think about themselves and death in more general terms. They 
proceeded to complete the standard Project Life Assessment task which 
comprised of two questions: (a) Please briefly describe the emotions that the 
thought of your death arouses in you and (b) Jot down, as specifically as you 
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can, what you think will happen to you as you physically die and once you are 
physically dead. How are you feeling right now when thinking about your own 
death?  
In the control condition, I selected the event of “a dental visit”, which is 
also a standard control in TMT research. The questions were identical to that of 
the mortality salient condition, with the change of death to dental visit.  
MEASURES 
CSES. This was assessed using four separate scales (Judge et al., 1997), 
rated on a 5-point scale ranging from 1 = strongly disagree to 5 = strongly agree. 
Neuroticism was measured with the 12-item Eysenck Personality Inventory 
Neuroticism Scale (Eysenck & Eysenck, 1968) comprising of items such as 
“I’m a nervous person” and “My feelings are easily hurt”. Locus of control was 
measured by the 24-item Internality, Powerful Others, and Chance Scale 
(Levenson, 1981) with items such as  “I can pretty much determine what will 
happen in my life” and “My life is determined by my own actions”. Self-esteem 
was measured by the 10-item Rosenberg (1965) Self-esteem scale with items 
such as “I feel that I am a person of worth, at least on an equal basis with others”. 
Generalized self-efficacy was measured with eight items (Judge et al., 1997) 
such as “I am strong enough to overcome life’s struggles” and “I often feel like 
a failure (reverse-scored). The internal consistency reliabilities are .93, .78, .95 
and .93 respectively.  
Mortality salience. As mentioned, this served as the manipulation check, 
and was measured by the death-thought accessibility word completion task of 
15 words fragments. Out of these 15 word fragments, 10 can be completed with 
a death-related word or not e.g., DE_ _ can be DEAD or DEED. The other 
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remaining five words are solely non-death related words e.g., CL_CK can be 
CLOCK or CLICK. The level of mortality salience is measured by the sum of 
death-related words provided.   
Need for security. Two different scales were used to measure need for 
security: (1) 12-item Need for Personal Structure scale rated on a 6-point scale 
from 1 = strongly disagree to 6 = strongly agree (Thompson, Naccarato, Parker, 
& Moskowitz, 2001) and (2) 15-item revised Need for Closure scale 
(Kruglanski, Webster, & Klem, 1993; Roets & Van Hiel, 2011). Sample items 
for the need for personal structure are “It upsets me to go into a situation without 
knowing what I can expect from it” and “I like being spontaneous (reverse-
scored)”. Sample items for the need for closure are “I don't like situations that 
are uncertain” and “I feel irritated when one person disagrees with what 
everyone else in a group believes”. The internal consistency reliabilities are .86 
and .89 respectively. 
Need for belonging. Participants rated their need for belonging using a 10-
item Need to Belong Scale (Leary, Kelly, Cottrell, & Schreindorfer, 2013) from 
1 = strongly disagree to 5 = strongly agree. Example items are “I want other 
people to accept me” and “I have a strong need to belong”. The internal 
consistency reliability is .87. 
Need for meaning. Need for meaning was measured by a 10-item Meaning 
in Life scale that measures two sub-scales (5 items each): Search for meaning 
and Presence of meaning (Steger, Frazier, Oishi, & Kaler, 2006). Participants 
rated each item on a 7-point scale ranging from 1 = strongly disagree to 5 = 
strongly agree. Example items are “I am always looking to find my life’s 
purpose” and “I understand my life’s meaning”. The internal consistency 
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reliabilities are .97 and .95 for Search for meaning and Presence of meaning 
respectively. 
Need for self-esteem. Self-esteem was measured using the 10-item 
Rosenberg Self-esteem scale (Rosenberg, 1965) rated on a 5-point scale from 1 
= strongly disagree to 5 = strongly agree. Items were adapted to assess 
participants’ desire for self-esteem. Sample items are “I would like to feel more 
satisfied with myself on the whole” and “I want to be able to do things as well 
as most other people”. The internal consistency reliability is .94. 
Job satisfaction. Job satisfaction was measured by the 5-item Brayfield-
Rothe Index (Brayfield & Rothe, 1951). Example items include: “I feel 
enthusiastic about my work” and “I find real enjoyment in my work,” and were 
answered on a scale from 1 = strongly disagree to 5 = strongly agree. The 
internal consistency reliability is .92. 
Organizational commitment. This was measured by the 15-item 
Organizational Commitment Questionnaire (OCQ; Mowday et al., 1979), rated 
on a 7-point scale from 1=strongly disagree to 7=strongly agree. Example 
items are “I am proud to tell others that I am part of this organization”, “I am 
willing to put in a great deal of effort beyond that normally expected in order to 
help this organization be successful”, and “I feel very little loyalty to this 
organization (reversed)”. The internal consistency reliability is .94. 
Turnover intentions. Turnover intentions were assessed with the 5-item 
Turnover Cognitions Scale (Bozeman & Perrewé, 2001). Example items are “I 
feel that I will probably look for a new job in the near future”, “I do not think 
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about quitting my job (r)”, rated on a 5-point scale from 1 = strongly disagree 
to 5 = strongly agree. The internal consistency reliability is .94. 
Value congruence. This was assessed using a three-item scale (Cable & 
DeRue, 2002) from rated on 5-point scale ranging from 1 = not at all to 5 = 
completely. An example is “My personal values match my organization’s values 
and culture”. The internal consistency reliability is .95. 
Needs-supplies fit. This was assessed using a three-item scale (Cable & 
DeRue, 2002) from rated on 5-point scale ranging from 1 = not at all to 5 = 
completely. A sample item is “The job that I currently hold gives me just about 
everything that I want from a job”. The internal consistency reliability is .94. 
RESULTS 
Confirmatory factor analyses. Before performing substantive analyses, 
I ensured that the proposed constructs were indeed uniquely measured, and that 
the items load on their appropriate construct; to achieve this I performed a 
confirmatory factor analysis (CFA). Evaluation of the comparative fit indices 
(CFI), root mean-squared error of approximation (RMSEA), and the χ2 values 
for the various models suggests that a twelve-factor model, with each construct 
loading on its own factor, represents the most appropriate structure for the data. 
The results of these analyses are given in Table 1.  
Manipulation check. The mortality salience condition has a significantly 
higher number of death-related words reported (M = 3.83, SD = 2.11) than the 
control condition (M = 2.70, SD = 1.47), t(508) = 7.07, p = .00. Thus, the 
manipulation was successful.  
Hypotheses testing. Means, standard deviations and correlations of all 
variables are reported in Tables 2 and 3. To test the hypotheses, I conducted 
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separate regressions using PROCESS macro in SPSS (A. F. Hayes, 2012). I 
used Model 1 (one moderator and one dependent variable) to test Hypotheses 
1-8. Specifically, I tested the effect of mortality salience (experimental 
condition) on each need, with CSEs as the moderator.  
Need for self-esteem. There is no significant main effect of mortality 
salience on need for self-esteem (b = -.10, p = .58) nor a significant interaction 
effect of CSEs (b = .02, p = .66). Hypotheses 1 and 5 are not supported. 
Need for security. There is no significant main effect of mortality 
salience on personal need for structure (b = .39, p = .25) nor a significant 
interaction effect of CSEs (b = -.11, p = .25). There is no significant main effect 
of mortality salience on need for closure (b = -.02, p = .95) nor a significant 
interaction effect of CSEs (b = -.00, p = .96). Hypotheses 2 and 6 are not 
supported. 
Need for meaning. There is no significant main effect of mortality 
salience on search for meaning (b = .02, p = .98) nor a significant interaction 
effect of CSEs (b = -.03, p = .88). There is also no significant main effect of 
mortality salience on presence of meaning (b = -.98, p = .08) nor a significant 
interaction effect of CSEs (b = .23, p = .11). Hypotheses 3 and 7 are not 
supported. 
Need for belonging. There is no significant main effect of mortality 
salience on need to belong (b = -.18, p = .58) nor a significant interaction effect 
of CSEs (b = .03, p = .77). Hypotheses 4 and 8 are not supported. 
For Hypotheses 9-13, I used Model 21 (one moderator in the first stage, 
one moderator in the second stage, multiple mediators) to test the effect of needs 
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on job attitudes, as moderated by either needs-supplies fit or value congruence, 
while modelling the effect of the manipulation and CSEs on the needs.    
Job satisfaction and needs-supplies fit. While results indicate a main 
effect of presence of meaning on job satisfaction (b = .21, p = .04), needs-
supplies fit did not moderate this relationship (b = -.03, p = .22). There is no 
significant interaction effect of needs-supplies fit (b = .03, p = .10) on the 
relationship between job satisfaction and search for meaning (b = -.13, p = .09). 
There is no significant interaction effect of needs-supplies fit (b = .02, p = .59) 
on the relationship between job satisfaction and need for self-esteem (b = .14, p 
= .34). Thus, Hypothesis 9 is not supported.  
Organizational commitment and needs-supplies fit. There is no 
significant interaction effect of needs-supplies fit (b = .01, p = .88) on the 
relationship between organizational commitment and personal need for 
structure (b = -.04, p = .88). There is no significant interaction effect of needs-
supplies fit (b = -.02, p = .83) on the relationship between organizational 
commitment and need for closure (b = .20, p = .56). There is no significant 
interaction effect of needs-supplies fit (b = .00, p = .91) on the relationship 
between organizational commitment and self-esteem (b = .24, p = .07). There 
is no significant interaction effect of needs-supplies fit (b = -.03, p = .56) on the 
relationship between organizational commitment and belongingness (b = .15, p 
= .37). Hypothesis 10 is also not supported.  
 Organizational commitment and value congruence.  There is no 
significant interaction effect of value congruence (b = .13, p = .14) on the 
relationship between organizational commitment and personal need for 
structure (b = -.52, p = .09). There is no significant interaction effect of value 
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congruence (b = -.13, p = .20) on the relationship between organizational 
commitment and need for closure (b = .68, p = .05). There is no significant 
interaction effect of value congruence (b = .05, p = .26) on the relationship 
between organizational commitment and self-esteem (b = .15, p = .32). There 
is no significant interaction effect of value congruence (b = -.06, p = .34) on the 
relationship between organizational commitment and belongingness (b = .21, p 
= .27). Hypothesis 11 is also not supported.  
Turnover intentions and needs-supplies fit. There is no significant 
interaction effect of needs-supplies fit (b = .07, p = .40) on the relationship 
between turnover intentions and personal need for structure (b = -.39, p = .23). 
There is no significant interaction effect of needs-supplies fit (b = -.04, p = .70) 
on the relationship between turnover intentions and need for closure (b = .18, p 
= .65). There is no significant interaction effect of needs-supplies fit (b = .04, p 
= .44) on the relationship between turnover intentions and belongingness (b = 
-.06, p = .77). Hypothesis 12 is also not supported.  
Turnover intentions and value congruence. There is no significant 
interaction effect of value congruence (b = -.02, p = .87) on the relationship 
between turnover intentions and personal need for structure (b = .02, p = .94). 
There is no significant interaction effect of value congruence (b = .07, p = .57) 
on the relationship between turnover intentions and need for closure (b = -.32, 
p = .45). There is no significant interaction effect of value congruence (b = .07, 
p = .28) on the relationship between turnover intentions and belongingness (b 





(a) Structured Equation Modelling. To address potential concerns of 
piecemeal analyses, I tested the full model (i.e., CSEs and two person-
organization fit indices as moderators) using Structured Equation Modelling. 
Results indicate that while there are neither main effects of mortality salience 
nor interacting effects with CSEs on any of the mediators, there are several 
significant main of needs and interaction effects of need-supplies and value 
congruence on job outcomes. This model remains poorly fitted to the data 
(RMSEA= .17, CFI=.83) even after correlating error terms that have 
modification indices greater than 100. The path model is summarized in Figure 
3; based on this model, only Hypothesis 6 is partially supported for presence of 
meaning, such that while there is no significant effect of mortality salience on 
presence of meaning (β = -.04, p =.23), there is a positive moderating effect of 
CSEs (β = .08, p =.02). 
(b) Two-stage Moderated Mediation with individual CSE components. 
While the hypotheses of the study have been tested, I conducted several 
supplementary analyses to investigate deeper (1) if the different components of 
CSEs had moderating effects on the main relationships between mortality 
salience and needs, and (2) if there were two-stage moderated mediation effects. 
Using Model 401, I tested the effects of mortality salience on each of the job 
attitudes, controlling for the other two dependent variables, with needs-supplies 
fit and value congruence as second stage moderators; this was repeated for each 
                                                          
1 I also tested this with a path model using SEM. The first stage of the model (Condition X 
mortality salience > Needs) is replicated in SEM; there are differences in number of 
significant paths in the second stage of the model. Overall, SPSS PROCESS provides a more 
conservative tests as there were fewer paths that were significant than that in found using 
SEM. For simplicity’s sake, using SPSS macro provides clearer analysis and statistics for 
understanding conditional indirect effects.  
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of the components of CSEs (see Figure 4 for model tested). Given the 
extensiveness of these analyses, I report only the significant results.  
(C) Neuroticism as Moderator  
There is a significant main effect of condition on need for self-esteem (b 
= .39, p = .02) and this is significantly negatively moderated by neuroticism (b 
= -.18, p = .00). There is also a significant main effect of condition on presence 
of meaning (b =.80, p = .02) but is negatively moderated by neuroticism (b = 
-.37, p = .00). There were no other significant main or interaction effects. 
(C.1) Job satisfaction as outcome. Neither need for self-esteem nor 
presence of meaning had an effect on job satisfaction. Results also indicated 
that there were conditional indirect effects of mortality salience on job 
satisfaction through need for self-esteem at high levels of neuroticism, but only 
when at average levels of value congruence and low levels of needs-supplies fit. 
There are no conditional direct effects.  
(C.2) Organizational commitment as outcome. There were no second 
stage moderating effects, and no conditional direct or indirect effects.  
 (C.3) Turnover intentions as outcome. Two significant interaction 
effects were found, though there were no main effects of needs on turnover 
intentions. Value congruence (b = .07, p = .02) and needs-supplies fit (b = -.07, 
p = .02) moderated the relationships between search for meaning and turnover 
intentions.  There were no conditional direct or indirect effects.  
(D) Self-esteem, self-efficacy and locus of control as moderator. There 
were no significant main nor moderating effects. There were no conditional 
direct or indirect effects. 
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(E) Death-thought accessibility as an independent variable. In the main 
analyses, I used condition (0 = Control, 1 = MS) as a categorical independent 
variable. As an alternative to increase variance on mortality salience, I used the 
manipulation check i.e., the DTA measure as a continuous independent variable. 
I tested the effects of DTA on the mediators, as moderated by the individual 
components of CSEs.  
Results indicated that there were no significant main effects of DTA on 
the mediators. The only significant interaction effect was that of neuroticism (b 
= -.04, p =.01) on the relationship between DTA and need for self-esteem (b 
= .07, p =.09), which was also found in the above analyses.  
(G) Examining the effects of mortality salience on job attitudes with fit 
as moderators. I examined the main effects of mortality salience on job attitudes 
without including mediators, with value congruence and needs supplies as 
moderators, using SPSS PROCESS Model 2. Note that main effects of mortality 
salience on job attitudes with CSEs components as moderators have been tested 
in the supplementary analyses above using SPSS PROCESS Model 40. There 
were no significant main nor moderating effects.  
DISCUSSION 
 Overall, none of the hypotheses were supported, though there were some 
interesting results through supplementary analyses. One obvious possibility is 
that mortality salience is irrelevant to organizational behavior, and thus we see 
no direct or indirect effects on job attitudes. However, this conclusion is 
extremely unlikely and in haste given the exploratory nature of this thesis, as 
well as other suggestive research discussed in the review.  
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There are several potential reasons why the results were lackluster. 
Firstly, extant research on terror management has pointed out that it is important 
to design the studies such that it is relevant to and directly threatens the 
worldviews of participants or pick domain-specific moderators that will target 
the worldviews or self-esteem of participants to elicit effects. For example, it 
was important to have Americans who at least moderately identified with being 
American to participate in a study where they had to respond to American 
worldview threatening essays (e.g., Arndt, Greenberg, Solomon, et al., 1997; 
Arndt & Solomon, 2003). An alternative is to measure moderators that will pick 
up on these domain-specific effects such as measuring the extent of importance 
of driving ability is to self-esteem to understand mortality salience effects on 
reckless driving (Ben-Ari et al., 1999).  
It could be that the study design in this thesis did not adequately cover 
both of these methodological considerations. Perhaps a more specific 
worldview-threatening scenario (e.g., a meaningful job was derided by others) 
might be more efficacious in eliciting reactions to mortality salience from those 
who has high identification or fit with the job. If so, it suggests that job attitudes 
are not likely to be central to the human condition i.e., it is not a fundamental 
reaction as a human to mortality salience, such that mortality salience is able to 
elicit substantial effects without a carefully crafted context. For example, 
studies with main or direct effects of mortality salience tend to examine 
outcomes that might be more central to the human condition e.g., our 
creatureliness (Goldenberg et al., 2001), having offspring (Wisman & 
Goldenberg, 2005) and having a meaningful reality (Landau, Greenberg, 
Solomon, Pyszczynski, & Martens, 2006b; Vess et al., 2009), such that 
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mortality salience have strong effects on participants without having to create a 
specific, worldview-relevant context for them to react to. It could also be that 
job attitudes are rational, conscious evaluations of one’s attitudes, which are not 
easily affected by subconscious priming of mortality salience.  
With regards to appropriate moderators, overall, CSEs might have been 
too broad a factor to adequately elicit a moderation effect, particularly as CSEs 
was created by averaging the scores of four separate scales measuring the 
individual components, rather than using the single-factor CSEs scale (Judge et 
al., 2003). On the other hand, this method allowed for a closer investigation to 
which component of CSEs mattered as a moderator. As the supplementary 
analyses revealed, neuroticism does have moderating effects on mortality 
salience and needs, but not the other components of CSEs. It would be 
illuminating to measure CSEs using its single-factor scale; if such a study also 
finds no moderating effect of CSEs, then it is quite suggestive that neuroticism 
is an independent moderator deserving of more attention (a point I revisit below).    
I also measured potential work-domain moderators of value congruence 
and needs-supplies fit in order to capture the effects on job attitudes. While there 
were some moderating effects of these variables in the second stage of the full 
model, it was not meaningful in the context of this thesis which was to study the 
effects of mortality salience on job attitudes. Supplementary analyses also 
indicated no significant moderating effects of value congruence and needs-
supplies fit on the direct effect of mortality salience on job attitudes.   
Despite the limitations, the present findings suggest some interesting 
insights via the supplementary analyses. First, this is the first study I know of 
that directly examined the key needs postulated in the literature to be 
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responsible for mortality salience effects. Furthermore, the needs were studied 
in conjunction, allowing the unique effects of mortality salience on each need 
to be determined. As such, it seems that only meaning and self-esteem needs 
are triggered by mortality salience, which is aligned with the original theoretical 
postulates and empirical findings of TMT.  
There were no effects on need to belong, contrary to the burgeoning 
literature demonstrating that mortality salience increases attachment motivation 
e.g., increased desire for social interactions  (Taubman-Ben-Ari et al., 2002) or 
romantic intimacy (Mikulincer & Florian, 2000). It is possible that such 
affiliation strivings fulfil the key needs for self-esteem (c.f. Leary, Tambor, 
Terdal, & Downs, 1995) and meaning (Devogler & Ebersole, 1980), such that 
when these two needs are controlled for, there was no effect of mortality 
salience on need to belong.  
There were also no effects on need for security, a key theoretical point 
in TMT literature. This could be that (1) the need for security was not adequately 
captured by the two operationalizations of personal need for structure and need 
for closure and/or (2) the need for security is proximally fulfilled by the need 
for meaning. When people perceive their reality to be meaningful and coherent, 
they consequently feel secure. Thus, as suggested by the present findings, 
mortality salience primarily works via need for meaning and self-esteem, which 
perhaps have consequent effects on one’s security.  
Second, these effects are moderated by neuroticism or the lack of 
emotional stability. What is interesting is that the moderating effect of 
neuroticism on the positive relationships between mortality salience and needs 
is negative. Simply, this means that those who are emotionally stable (low in 
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neuroticism) actually require more self-esteem or meaning in life when faced 
with MS, which seems rather counterintuitive. This is interesting as it has been 
argued that those who are emotionally stable are actually deeply invested in 
their worldviews and thus rely on them to buffer the terror in times of mortality 
salience (Arndt & Solomon, 2003). Othe other hand, given that neurotics tend 
to have lower life satisfaction (Diener, Emmons, Larsen, & Griffin, 1985), hope 
and optimism (Alarcon, Bowling, & Khazon, 2013), being faced with mortality 
salience actually precipitated withdrawal from life (J. Hayes et al., 2016). This 
might explain why those high in neuroticism has a weaker interest in fulfilling 
needs that are necessary for buffering against MS-induced terror – they do not 
experience heightened needs for anxiety buffers to maintain normal functioning, 
and thus, withdraw further from life.  
Lastly, there is a two-stage moderated mediation effect; mortality 
salience reduces job satisfaction through need for self-esteem, when 
neuroticism is high and needs-supplies fit is low. Thus, it suggests that mortality 
salience can potentially impact on job attitudes under highly specific conditions. 
Future research should conduct more nuanced explorations of mortality salience 
effects on organizational behavior, with due consideration for designing 
contexts and selecting moderators and dependent variables.  
In conclusion, there were no strong nor clear patterns of effects of 
mortality salience on job attitudes via key theoretical needs. Mortality salience 
does increase the need for self-esteem and meaning, but not belongingness and 
security. Supplementary analyses found that there were conditional indirect 
effects when individuals are highly neurotic and have low needs-supplies fit 
such that when mortality salience is high, job satisfaction is lower.  
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While this study found no significant results, future research should 
conduct more nuanced studies, either with more appropriate moderators or 
create worldview threatening work-related contexts in order to elicit stronger 
effects. It might also be fruitful to change the self-report nature of job attitudes 
to behavioral ones, such that any subconscious effects are more likely to show 
through. Given that mortality salience effects might be subtle and small, 
experiments with fewer measures might be better able to capture any effects. To 
conclude that there is no application of TMT in organizational behavior is hasty 




TABLE 1: CONFIRMATORY FACTOR ANALYSIS 
 




7729 21965.572 .758 22509.572 .060 
Seven-factor model 
(CSEs, Needs as one factor) 
7714 20367.202 .785 20941.202 .057 
Twelve-factor model 
(CSEs) 
7675 19379.236 .801 20031.236 .055 




TABLE 2: MEANS, SDS, CORRELATIONS 
 
  Means SD 1 2 3 4 5 6 7 8 
1 Gender (1=M, 0=F) 0.41 0.49 
        
2 Age 21.20 10.53  .18** 
       
3 Condition (1=MS, 0=Control) 0.48 0.50  .00 -.03 
      
4 Number of attention checks passed 4.80 0.40  .10*  .12**  .08 
     
5 Number of death-related words 3.25 1.89  .00 -.05  .30**  .09* 
    
6 Neuroticism 2.65 0.99  .12** -.24**  .00 -.06  .12** 
   
7 Self-efficacy 4.04 0.85 -.02  .20** -.06  .14** -.13** -.69** 
  
8 Locus of control 3.70 0.59 -.10*  .04 -.02  .05 -.11* -.60**  .63** 
 
9 Self-esteem 3.93 0.95  .00  .21** -.10*  .10* -.15** -.71**  .90**  .60** 
10 Core self-evaluations 3.76 0.74 -.06  .21** -.05  .10* -.14** -.86**  .93**  .74** 
11 Need for personal structure 4.02 0.84  .18**  .00 -.01  .07  .12**  .30** -.23** -.21** 
12 Need for closure 3.41 0.73  .19** -.02 -.01  .07  .12**  .30** -.23** -.19** 
13 Need to belong 2.96 0.77  .13** -.08 -.04  .00  .05  .43** -.31** -.15** 
14 Need for self-esteem 3.95 0.95  .02  .23** -.06  .10* -.15** -.68**  .88**  .58** 
15 Need for meaning - search 4.44 1.64  .01 -.16** -.01 -.03  .02  .30** -.22** -.13** 
16 Need for meaning – presence 4.71 1.54  .06  .17** -.07 -.04 -.14** -.46**  .60**  .46** 
17 Job satisfaction 3.68 1.04  .09*  .14** -.05  .07 -.01 -.34**  .40**  .35** 
18 Organizational commitment 4.65 1.25  .12**  .12** -.04  .08  .06 -.25**  .32**  .26** 
19 Turnover intention 2.63 1.29 -.10* -.15**  .03 -.04 -.07  .23** -.22** -.15** 
20 Value congruence 3.12 0.97  .22**  .11* -.09*  .00  .02 -.12**  .18**  .19** 
21 Needs-supplies fit 3.30 1.03  .14**  .09 -.02  .04  .06 -.18**  .21**  .20** 
**. Correlation is significant at the 0.01 level (2-tailed) 
  *. Correlation is significant at the 0.05 level (2-tailed) 





TABLE 3: MEANS, SDS, CORRELATIONS (CONT'D) 
 
  Means SD 9 10 11 12 13 14 15 16 17 18 19 20 
10 Core self-evaluations 3.76 0.74  .94** 
           
11 Need for personal structure 4.02 0.84 -.19** -.27** 
          
12 Need for closure 3.41 0.73 -.18** -.26**  .85** 
         
13 Need to belong 2.96 0.77 -.29** -.36**  .21**  .27** 
        
14 Need for self-esteem 3.95 0.95  .96**  .90** -.18** -.18** -.30** 
       
15 Need for meaning - search 4.44 1.64 -.25** -.27**  .06  .10*  .30** -.25** 
      
16 Need for meaning – presence 4.71 1.54  .64**  .62** -.12** -.12** -.13**  .64** -.33** 
     
17 Job satisfaction 3.68 1.04  .41**  .43**  .01  .02 -.06  .40** -.16**  .39** 
    
18 Organizational commitment 4.65 1.25  .32**  .33**  .05  .09*  .01  .31** -.10*  .32**  .77** 
   
19 Turnover intention 2.63 1.29 -.24** -.25** -.07 -.08  .02 -.22**  .17** -.25** -.68** -.78** 
  
20 Value congruence 3.12 0.97  .20**  .19**  .03  .05  .06  .19**  .04  .24**  .45**  .59** -.41** 
 
21 Needs-supplies fit 3.30 1.03  .21**  .23**  .02  .06  .03  .21** -.09  .25**  .58**  .69** -.60**  .65** 
**. Correlation is significant at the 0.01 level (2-tailed) 
  *. Correlation is significant at the 0.05 level (2-tailed) 
Note: Core self-evaluations is the average of neuroticism, self-efficacy, locus of control and self-esteem
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TABLE 4: CONDITIONAL INDIRECT EFFECTS OF MORTALITY SALIENCE ON JOB SATISFACTION 
Table 4 
Conditional indirect effects of mortality salience on job satisfaction, moderated by neuroticism (first-stage), needs-supplies fit and 
value congruence (second-stage), controlling for organizational commitment and turnover intentions, N=510 
 
 Need for self-esteem Need for meaning - presence Job satisfaction 
 B (SE) t P B (SE) t P B (SE) t P 
Mortality salience (MS)  .39 (.17) 2.26 .02   .80 (.33) 2.39 .02 -.17 (.08) -1.09 .27 
Neuroticism (Neu) -.53 (.04) -12.91 .00 -.46 (.08) -5.64 .00 -.07 (.05) -1.52 .13 
MS X Neu -.18 (.06) -3.00 .00 -.37 (.12) -3.17 .00  .06 (.06) 0.95 .34 
Need for self-esteem (NSE)       .19 (.13) 1.47 .14 
Need for meaning – presence (NFM)       .09 (.09) 1.02 .31 
Value congruence (VC)       -1.0 (.33) -.32 .75 
Needs-supplies fit (NS)       .36 (.32) 1.11 .27 
NSE x VC       .02 (.05) .45 .69 
NSE x NS       -.05 (.05) -.88 .38 
NFM x VC       -.01 (.03) -.32 .75 
NFM x NS       -.00 (.03) -.00 1.00 
Organizational commitment .17 (.04) 4.47 .00 .32 (.08) 4.19 .00 .44 (.04) 10.3 .00 
Turnover intentions .08 (.04) 2.13 .03 .06 (.07) 0.78 .44 -.13 (.04) -.363 .00 
          
R2 .50   .28   .66   
          
Conditional direct effects    Effect (SE) t P 95% bias corrected CI 
Neu = 1.66    -0.90 (.08) -1.09 .28 [-.24, .08] 
Neu = 2.65    -.03 (.06) -.58 .56 [-.14, .08] 
Neu = 3.64    .02 (.08) .27 .79 [-.14, .18] 
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FIGURE 3: STRUCTURAL EQUATION MODELLING OF FULL MODEL 
 
 
Path coefficients are standardized. In interests of space, undrawn/dotted lines refer to non-significant paths. * p< .05, ** p<.01, ***p<.001 
MS 
Meaning - search 
Meaning - presence 
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APPENDIX 1: HYPOTHESES AND SUMMARY OF RESULTS  
 
Hypotheses Supported 
H1. Mortality salience increases the need for self-esteem. NS 
H2. Mortality salience increases the need for security such 
that it increases (a) personal need for structure, (b) need 
for closure 
NS 
H3. Mortality salience increases the need for meaning such 
that  
(a) increases search for meaning, (b) decreases presence 
of meaning 
NS 
H4. Mortality salience increases the need for belonging. NS 
H5. CSEs moderate the relationship between mortality 
salience and the need for self-esteem, such that the main 
effect is weaker (stronger) when CSEs is high (low). 
NS 
H6. CSEs moderate the relationship between mortality 
salience and the need for security, such that the main 
effect is weaker (stronger) when CSEs is high (low).  
NS 
H7. CSEs moderate the relationship between mortality 
salience and the need for meaning, such that the main 
effect is weaker (stronger) when CSEs is high (low).  
NS 
H8. CSEs moderate the relationship between mortality 
salience and the need for belongingness, such that the 
main effect is stronger (weaker) when CSEs is high (low). 
NS 
H9. The relationship between job satisfaction and need for (a) 
self-esteem, (b) meaning is positive only when needs-
supplies fit is high. 
NS 
H10.  The relationship between organizational commitment 
and need for (a) security, (b) self-esteem, (c) 
belongingness is positive only when needs-supplies fit is 
high. 
NS 
H11. The relationship between organizational commitment 
and need for (a) security, (b) self-esteem, (c) 
belongingness is positive only when value congruence is 
high. 
NS 
H12. The relationship between turnover intentions and need 
for (a) security, (b) belongingness is positive only when 
needs-supplies fit is high. 
NS 
H13. The relationship between turnover intentions and need 
for (a) security, (b) belongingness is positive only when 






APPENDIX 2: POWER ANALYSES  
[1] -- Wednesday, March 16, 2016 -- 13:36:02 
t tests - Means: Difference between two independent means (two groups) 
Analysis: A priori: Compute required sample size  
Input: Tail(s) = One 
 Effect size d = 0.25 
 α err prob = 0.05 
 Power (1-β err prob) = 0.8 
 Allocation ratio N2/N1 = 1 
Output: Noncentrality parameter δ = 2.4937422 
 Critical t = 1.6487106 
 Df = 396 
 Sample size group 1 = 199 
 Sample size group 2 = 199 
 Total sample size = 398 






APPENDIX 3: SCALES USED 
 
Need for Security 
Need for Personal Structure (Thompson et al., 2001) 
1. It upsets me to go into a situation without knowing what I can expect 
from it 
2. I'm not bothered by things that interrupt my daily routine (r) 
3. I enjoy having a clear and structured mode of life 
4. I like to have a place for everything and everything in its place 
5. I enjoy being spontaneous (r) 
6. I find that a well-ordered life with regular hours makes my life tedious 
7. I don't like situations that are uncertain 
8. I hate to change my plans at the last minute 
9. I hate to be with people who are unpredictable 
10. I find that a consistent routine enables me to enjoy life more 
11. I enjoy the exhilaration of being in unpredictable situations (r) 
12. I become uncomfortable when the rules in a situation are not clear 
 
Need for Closure  (Kruglanski et al., 1993; Roets & Van Hiel, 2011) 
1. I don't like situations that are uncertain 
2. I dislike questions which could be answered in many different ways 
3. I find that a well ordered life with regular hours suits my temperament 
4. I feel uncomfortable when I don't understand the reason why an event 
occurred in my life 
5. I feel irritated when one person disagrees with what everyone else in a 
group believes 
6. I don't like to go into a situation without knowing what I can expect 
from it 
7. When I have made a decision, I feel relieved 
8. When I am confronted with a problem, I’m dying to reach a solution 
very quickly 
9. I would quickly become impatient and irritated if I would not find a 
solution to a problem immediately 
10. I don't like to be with people who are capable of unexpected actions 
11. I dislike it when a person's statement could mean many different things 
12. I find that establishing a consistent routine enables me to enjoy life 
more 
13. I enjoy having a clear and structured mode of life 
14. I do not usually consult many different opinions before forming my 
own view 
15. I dislike unpredictable situations 
 
Need for Belonging (Leary et al., 2013) 
1. If other people don't seem to accept me, I don't let it bother me 
2. I try hard not to do things that will make other people avoid or reject 
me 
3. I seldom worry about whether other people care about me 
4. I need to feel that there are people I can turn to in times of need 
5. I want other people to accept me 
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6. I do not like being alone 
7. Being apart from my friends for long periods of time does not bother 
me 
8. I have a strong need to belong 
9. It bothers me a great deal when I am not included in other people's 
plans 
10. My feelings are easily hurt when I feel that others do not accept me 
 
Need for Self-Esteem (Rosenberg, 1965) 
1. I feel that I am a person of worth, at least on an equal basis with 
others. 
2. I feel that I have a number of good qualities. 
3. All in all, I am inclined to feel that I am a failure. (r) 
4. I am able to do things as well as most other people. 
5. I feel that I do not have much to be proud of. (r) 
6. I take a positive attitude toward myself. 
7. On the whole, I am satisfied with myself. 
8. I wish I could have more respect for myself. (r) 
9. I certainly feel useless at times. (r) 
10. At times I think I am no good at all. (r) 
 
Need for Meaning (MLQ; Steger, 2006) 
1. I am looking for something that makes my life feel meaningful. 
2. I am always looking to find my life’s purpose. 
3. I am always searching for something that makes my life feel significant. 
4. I am seeking a purpose or mission for my life. 
5. I am searching for meaning in my life. 
6. I understand my life’s meaning. 
7. My life has a clear sense of purpose. 
8. I have a good sense of what makes my life meaningful. 
9. My life has no clear purpose. (r) 
10. I have discovered a satisfying life purpose. 
 
Core self-evaluations  
Neuroticism (Eysenck & Eysenck, 1968) 
1. My feelings are easily hurt. 
2. I'm a nervous person. 
3. I'm a worrier 
4. I am often tense or "high strung." 
5. I often suffer from "nerves." 
6. I am often troubled by feelings of guilt. 
7. My mood often goes up and down. 
8. Sometimes I feel miserable for no reason. 
9. I am an irritable person. 
10. I often feel fed up. 
11. I often worry too long after an embarrassing experience. 
12. I often feel lonely. 
 
Locus of Control (from Levenson, 1981) 
1. Whether or not I get to be a leader depends mostly on my ability. 
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2. When I make plans, I am almost certain to make them work. 
3. When I get what I want, it's usually because I'm lucky. (r) 
4. I have often found that what is going to happen will happen. (r) 
5. I can pretty much determine what will happen in my life. 
6. I am usually able to protect my personal interests. 
7. When I get what I want, it's usually because I worked hard for it. 
8. My life is determined by my own actions. 
 
Generalized Self-Efficacy (Judge, Locke, Durham, & Kluger, 1998) 
1. I am strong enough to overcome life's struggles. 
2. At root, I am a weak person. (r) 
3. I can handle the situations that life brings. 
4. I usually feel that I am an unsuccessful person. (r) 
5. I often feel that there is nothing that I can do well. (r) 
6. I feel competent to deal effectively with the real world. 
7. I often feel like a failure. (r) 
8. I usually feel I can handle the typical problems that come up in life. 
 
Rosenberg (1965) Self-Esteem Scale 
1. I feel that I am a person of worth, at least on an equal basis with others. 
2. I feel that I have a number of good qualities. 
3. All in all, I am inclined to feel that I am a failure. (r) 
4. I am able to do things as well as most other people. 
5. I feel that I do not have much to be proud of. (r) 
6. I take a positive attitude toward myself. 
7. On the whole, I am satisfied with myself. 
8. I wish I could have more respect for myself. (r) 
9. I certainly feel useless at times. (r) 
10. At times I think I am no good at all. (r) 
 
Mortality salience 
1. D_C_Y (Decay vs decoy) 
2. TAB_ _  
3. MO_ _ UE (Morgue vs mosque) 
4. PL _ Y 
5. C _ _ MATE (Cremate vs climate) 
6. BUR_ _ D (Buried vs burped) 
7. COFF_ _ (Coffin vs coffee) 
8. FL_W_R 
9. CO _ _ SE (Corpse vs course) 
10. DE_ _  (Dead vs deed) 
11. CL_CK  
12. GRA_ _ (Grave vs grape) 
13. SK_LL (Skull vs skill) 
14. KI_ _ED (Killed vs kissed) 
15. P_NE  
 
Job satisfaction (Brayfield & Rothe, 1951) 
In the past week, I 
1. Found real enjoyment in my work 
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2. Felt enthusiastic about my work 
3. Felt fairly satisfied with my present job 
4. Thought the day seemed like it would never end (r) 
5. Considered my job rather unpleasant (r) 
 
Organizational commitment (Mowday et al., 1979) 
In the past week, I 
1. Was willing to put in a great deal of effort beyond that normally 
expected in order to help this organization be successful 
2. Talk up this organization to my friends as a great organization to work 
for 
3. Felt very little loyalty to this organization (r) 
4. Felt like I would accept almost any type of job assignment in order to 
keep working for this organization 
5. Found that my values and the organization’s values are very similar 
6. Was proud to tell others that I am part of this organization 
7. Felt like I could just as well be working for a different organization as 
long as the type of work was similar (r) 
8. Felt that this organization really inspires the very best in me in the way 
of job performance 
9. Felt that it would take very little change in my present circumstances to 
cause me to leave this organization (r) 
10. Was extremely glad that I chose this organization to work for, over 
others I was considering at the time I joined 
11. Felt that there’s not too much to be gained by sticking with this 
organization indefinitely (r) 
12. Found it difficult to agree with this organization’s policies on important 
matters relating to its employees (r) 
13. Really care dabout the fate of this organization 
14. Felt that for me this is the best of all possible organizations for which to 
work 
15. Felt that deciding to work for this organization was a definite mistake 
on my part (r) 
 
Turnover intentions (Bozeman & Perrewé, 2001) 
In the past week, I 
1. Felt that I will probably look for a new job in the near future 
2. Felt like actively searching for another job in a different organization 
3. Did not intend to quit my job (r) 
4. Felt that it is unlikely that I will actively look for a different organization 
to work for in the next year (r) 
5. Did not think about quitting my job (r)  
 
Value congruence (Cable & DeRue, 2002) 
1. The things that I value in life are very similar to the things that my 
organization values 
2. My personal values match my organization’s values and culture 
3. My organization’s values and culture provide a good fit with the things 




Needs-supplies fit (Cable & DeRue, 2002) 
1. There is a good fit between what my job offers me and what I am looking 
for in a job 
2. The attributes that I look for in a job are fulfilled very well by my present 
job 
3. The job that I currently hold gives me just about everything that I want 
from a job  
 
 
